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5. AddressingDiscrimination,Bullyingand Harassment

a. If anindividualbelieveshe/shehasbeensubjectedto inappropriatebehaviourasdefinedin the
policy,he or sheis encouragedo makethe disapprovabnd/or discomfortknownto the person
responsibldor the behaviourand askthe person tostop.

b. Alternativelyindividualsmay seeksupportin resolvingthe situationby reportingthe situation
to the advisoror their manager. Reportswustbe madeassoonaspossibleand nolater than six
(6) monthsafter the lastalleged incident.

c. If anindividual'smanagelisthe personengagingn allegeddiscrimination bullyingor harassing
behaviourthe employeemayreport the behaviourto the nextmanagerin line.

6. Manager'sRolein AddressingDiscrimination,Bullyingand Harassment

a. Managersvho receivereportsor observeincidentsof discrimination harassmenbr bullying,
must notify the advisorassoonaspracticaland workwith the advisorto addresshe
inappropriateconduct.

b. Managerswho directly observeinappropriateconductshould calmlyand professionally
interveneto addresshe behaviour.

c. Ifthereisimmediateriskor dangerthe managemwill immediatelynotify, asappropriate, UFV
SecurityServicespoliceor RCMPandanyonewho maybe at risk.

7. Advisor'sRolein AddressingDiscrimination,Bullyingand Harassment

a. Theadvisorwill supportthe supervisoiin addressing inappropriateonductanddetermining
the appropriatenext steps.

b. If there isimmediateriskor dangerthe advisorwill immediatelynotify, asappropriate, UFV
SecurityServicespoliceor RCMPandanyonewho maybe at risk.

c. Whererequired theadvisormayrecommendinterim measuresiuring theresolution process.
Interim measuresnay changebasedon the circumstance®r the nature of eachincidentand
do not reflectthe merits of the complaint.Interim optionsrecommendecdby mn (
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complainant’'sor respondent’'sofficial studentfile or personneffile.

iv.  Whenthe issueisdealtwith by the advisorthe managemwill be advisedasto whetheror
not there wassuccessfulesolutionof the issuewasachieved.

v.  Theadvisormayrefer anyprima facie caseof discrimination bullyingor harassment tdhe
formalinvestigation procesat anytime whereinformalresolutionis not appropriateto the
specificcaseor the complainantrequestsa formal investigation. Theadvisorwill request
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http://www.ufv.ca/media/assets/human-rights-and-conflict-resolution/Harassment%2B%24!26%2BDiscrimination%2BComplaint%2BForm.pdf
http://www.ufv.ca/media/assets/human-rights-and-conflict-resolution/Harassment%2B%24!26%2BDiscrimination%2BComplaint%2BForm.pdf
http://www.ufv.ca/media/assets/human-rights-and-conflict-resolution/Harassment%2B%24!26%2BDiscrimination%2BComplaint%2BForm.pdf

Xii. TheAVPHuman
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https://myweb.ufv.ca/terminalfour/SiteManager?ctfn=publish5p941o=ii/pid5msirrr6RI/URI(htus73&lang=en&sctus30379&sp=false&act=402&ms=false&ss=false&ede=false&sp=false&spc=rene&act=402ase
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